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The Black Institute is an action-tank founded to shape intellectual discourse and dialogue and 
impact public policy uniquely from a Black perspective (a perspective which includes all people of 
color in the United States and throughout the Diaspora).

The Association of International Educators (AIE) is launching a campaign with The Black Institute. 
AIE is composed of international teachers recruited from countries throughout the Caribbean 
to work in New York City’s Public Schools. The campaign’s goal is to call attention to the issues 
concerning international teachers, and impact the public policies that dictate their fate.
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Almost a decade ago, the New York City Board of 
Education aggressively recruited a group of experienced 
teachers largely from Caribbean nations. These skilled 
professionals were enticed to come to the United 
States with the clear understanding of a number of 
commitments. In fact, it was the promises of New York 
State teacher certification, Master’s degrees, housing 
assistance and ultimately, a pathway to permanent United 
States residency for themselves and their nuclear families, 
which prompted them to uproot themselves and their 
families to teach in our public schools. By and large, 
although many of these teachers remain in our school 
system, teaching our children, these promises were never 
kept.

These teachers have remained in our school system, 
teaching in license areas where there are teacher shortages, 
often in low-income, low-performing schools. Their 
experience with the immigration process has been riddled 
with mismanagement, saddling them with prohibitive 
legal fees and leaving them under constant threat of 
termination and deportation.

The threats of termination and deportation are real. 
In fact, in 2004, nearly 200 international teachers from 
the Caribbean received letters of termination from the 
Department of Education, due to the fact that their visa 
status was about to expire, and were informed that they 
would be required to return to their home countries. 
Fortunately, Congressman Major Owens was able to 
intervene and assisted most of the teachers in obtaining 
the paperwork necessary to remain (Appendix A). 
Without permanent residency, however, the possibilities of 
termination and deportation remain ever present in these 
teachers’ lives.

Further, the immigration issue places these union 
members at a disadvantage relative to their ability to have 
adequate recourse in disciplinary actions. The due process 
rights and protections afforded international teachers, 
under the union contract, are not identical to those of 
other members.  The authority of principals over both 
discipline and continued employment has been expanded 
because the DOE has given principals the power to impact 
international teachers’ immigration status (Appendix 
B). As a result, a number of these teachers currently and 
previously faced termination without due process.

The data contained in this report has been pieced 

together from a variety of sources, including articles in the 
press, records compiled by teachers, and interviews with 
individual teachers. 

A full analysis of the impact of the program to recruit 
international teachers from the Caribbean would require a 
more complete set of data, including: 
• Information on the full extent of recruitment; 
• The number of teachers recruited each year;
• The number of teachers recruited from each country; 
• The number of teachers who have received green card 

status;
• Cross-referenced demographic information including 

age, gender and level of education and certifications;
• Comparison of the conditions of Caribbean teachers 

to teachers recruited from European nations. 

To date, the Department of Education has yet to release 
this requested data. It is our hope that the DOE will share 
this data in a timely and transparent manner; barring that, 
we call upon our city, state and federal governments to 
launch a full scale investigation. 

The most immediate redress AIE seeks is at the city 
level. The following measures are urgently needed:  
• Require that the DOE complies with the 3020-A due 

process procedures by centralizing the employment 
verification process and taking responsibility for INS 
documentation out of the hands of principals;

• Ensure that all certified New York City Public School 
teachers receive professional EB-2 work classifications 
on their permanent residency petitions, rather than 
the less skilled EB-3 classifications most Caribbean 
teachers have been assigned to date; 

• Hold joint oversight hearings of the Education 
and Immigration Committees to assess the DOE’s 
treatment of all international teachers and determine 
their current immigration status. 

At the state level, AIE seeks support in the following 
forms: 
• Insist that New York State Education Department 

resolve all certification issues for international 
teachers immediately;

• Call for hearings in Albany to consider the plight of 
international teachers statewide.

At the federal level, the AIE implores lawmakers to 
consider the experiences of these Caribbean teachers 
when formulating new immigration policy. More 

ExECuTIvE summAry 
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specifically, the AIE is seeking: 
• The creation of a special immigration classification 

for these teachers, enabling an expedited green card 
process/citizenship;

• An investigation of how international teachers are 
recruited throughout the country and a review of how 
their employment and residency is handled;

• The adoption of national standards on acceptable 
recruitment and treatment of international teachers, 
similar to the Protocol for the Recruitment of 
Commonwealth Teachers (Appendix C).i

Finally, the AIE calls on the international community 
to support teachers recruited from source countries, 
specifically by:
• Compiling, maintaining and providing public access 

to data on the number and demographics of teachers 
recruited;

• Advocating for the fair treatment of teachers after 
recruitment.
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“In the spring of 2001, Robert Antoine, Shep Brown, 
Denise Hallet and other recruiters from the Caribbean 
Recruitment Initiative of the New York City Department 
of Education came to the Caribbean to recruit teachers. 
We were told that this recruitment was spurred by three 
needs:
1.	 to diversify the teaching population
2.	 to help bolster the needs of the large student popula-

tion from the Caribbean
3.	 to assist New York’s failing school system.

Lured by financial and higher education opportunities 
and a path to permanent residency, not just for us, but 
also for our spouses and children, we accepted the 
challenge. Everything went well until the first wave 
of teachers began arriving in New York that summer. 
Problems began immediately with living accommodations, 
teaching assignments, as well as a misunderstanding of 
promised educational opportunities.

The Department of Education did give us some help. 
They helped us to acquire our Social Security card in a 
timely manner and assisted with the opening of accounts 
at various financial institutions. They even procured the 
services of various utility companies to visit our open 
house sessions to set up accounts for us – a very good 
gesture although useless as we were living in hotels and 
college dorms all over NYC and therefore had no need for 
some of those services.

It is said that the true strength of a man lies in how he 
deals with the challenges he encounters along his journey 
through life. Drawing upon the resilience known to those 
born and bred in the Caribbean, we did whatever we 
could at the time to overcome the odds. Some teachers 
chose to return home after a year or so, others opted to 
stay. Truthfully, there was nothing holding us here but 
for families with children, the promises of unlimited 
educational opportunities became a priority. It was hard to 
uproot our families for a second time.

We assimilated into the school culture and imparted 
skills honed in various teachers colleges, the University of 
the West Indies, and the classrooms of our native islands. 

The Department of Education (D.O.E.) realized that test 
scores in many schools designated SURR (Schools Under 
Registration Review) had improved and so they went back 
to the Caribbean to increase recruitment.

In order to begin the permanent residency process, 
the DOE gave us a set of criteria to fulfill. A few of these 
criteria were:
• Pass the certification exams – a minimum of three
• Get a Masters degree
• Get permission from our respective governments to 

waive the two-year residency requirement
• Get a satisfactory rating from our school’s principal 

every year.

We satisfied all of these requirements yet we are still 
awaiting permanent residency. As a delay tactic, the 
D.O.E. keeps changing their requirements. Lately they 
are requiring the principal to recognize our services and 
recommend us if they feel we should continue in the 
program. They claim that they are an equal opportunity 
employer and do not discriminate based on race, etc. yet 
we are discriminated against based on our immigration 
status.

When the DOE decided to change our visa status so 
we could start the process towards permanent residency, 
we had to pay a lot of money to clear our debts in our 
home country. These debts included student loans and 
bonds we did not complete with our governments. We 
had monthly payment agreements but had to make lump 
sum payments and early loan repayment fees so we could 
eventually get a waiver of residency requirements.

Legal fees had to be paid by us, the teachers, with many 
of us paying upwards of eight thousand US dollars so far 
and yet we still have to pay additional monies to renew 
documents in a timely manner.

Each of the issues that have affected us is egregious 
enough in and of themselves. Taken all together the plight 
of international educators has been a difficult one.”

—Caribbean Teacher ii

onE TEAChEr’s sTory
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International teacher recruitment is a practice that began 
in full force under New York City Mayor Rudolph Giuliani 
and the New York City Board of Education (BOE). In 
2002, the newly elected Mayor Michael Bloomberg gained 
mayoral control of the City’s schools, and the Board of 
Education was replaced by the Department of Education 
(DOE). The practice of international teacher recruitment 
continued under Mayor Bloomberg and the DOE.

In 2001, New York City faced a severe teacher shortage 
and did not offer salaries that would attract new local 
talent. Complicating the salary gap, the city’s schools also 
faced a credentials gap. At the time, 17% of NYC teachers 
were uncertified and the state had begun a two-year phase 
out of all uncertified teachers. The state had previously 
sued the city to halt the practice of assigning uncertified 
teachers to high-needs schools.iii Without some 
intervention from the Board, this situation was primed to 
worsen.

Like many other cities facing teacher shortfalls, New 
York began a concerted effort to recruit educators from 
abroad, especially in critical subjects like science and 
math. The rising population of both English and non-
English speaking immigrant students, especially from 
the Caribbean, presented additional incentives to recruit 
educators internationally. 

In 2001, the Board launched a major overseas recruiting 
drive. Teacher recruitment increased from 53 international 
teachers from Austria and Germany in the 2000-2001 
school year, to 725 international teachers for the following 
school year, including 500 teachers from the Caribbean.
iv	Recruitment in Caribbean countries was carried out by 
the Caribbean Recruitment Initiative, a program of The 
Center for Recruitment and Professional Development of 
the Board of Education. 

There are conflicting accounts about whether the NYC 
education officials entered into agreements with the 
education ministries in the nations where teachers were 
recruited. But there is little doubt that the Board and the 
Department of Education (DOE) engaged in the hard sell. 
They advertised heavily in the local press in Jamaica and 
the other island nations for recruitment fairs (for a copy of 
one of the ads placed, see Appendix D). They were only 
seeking the best, the most experienced and those who 

could easily be certified to teach where NYC had acute 
shortages. 

The stories from Caribbean teachers recruited in 2001 
and 2003 reveal that the teachers expected competitive 
salaries, housing assistance, education subsidies and a 
pathway to permanent residency. 

Sadly, the teachers’ expectations were not met, as these 
statements make clear:

“In 2001, when the Board of Education did their 
recruitment drive, I held a diploma in Special Education 
and a First Degree in Psychology. I was told that as 
part of the incentive the Board of Education is offering 
me a Master’s degree. That was the major factor for 
my accepting the invitation. Albeit, to date that has not 
materialized, I had to pay for my Master’s degree out of 
my pocket.”

“They held interviews for three days at the University 
of the West Indies. They employed teachers from every 
discipline but they focused much attention on those of 
us who taught Math, ELA, Spanish and Science. We 
were told at the interview that the DOE would pay our 
airfare, pay our rent for the first three months and for 
those people needing their Master’s degrees, they said 
they would assume those costs as well. Everything was 
very nebulous from the beginning. The recruiters kept 
saying things that never came to fruition.”  – Caribbean 
teacher

The City’s lack of financial support for graduate courses 
was one of the early disappointments Caribbean teachers 
faced. However, NYC Teaching Fellows recruited at the 
same time fared far differently. In June 2003, The New 
York Times reported on the Teaching Fellows program, 
revealing that:

“The school system pays about $12,000 for each fellow 
to get a Master’s degree in education during the first two 
years of teaching. And critics point out that the program 
provides a watered-down version of certification, since 
the fellows do not spend nearly as much time preparing 
for the job as traditional recruits.” v

—The New York Times

rECruITmEnT
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Since their arrival in New York, Caribbean teachers have 
experienced many challenges, injustices, and frustrations. 
Their most pressing concerns today fall into four broad 
categories:
• Lack of permanent residency status
• Legal fees and concerns
• Principal control
• Family matters

Each of these issues will be addressed in more detail 
below. 

Permanent	residency

“We are the most vulnerable group that can be gotten 
rid of, at their ‘whim and fancy.’ I began to see an 
introduction of an international teachers’ visa renewal 
letter. The first one began with, ‘As you well know, the 
H-1B visa is a temporary visa...’ Another one mentioned 
that if the international teacher is reassigned for any 
reason his/her visa would be revoked. That is to say there 
is no due process for the International Teacher.” 

– Caribbean teacher

Caribbean teachers hired during 2001 and 2003 
recruitment drives were initially issued a J-1 “Exchange 
Visa”, along with verbal assurances of assistance with 
applications for green cards.

A J-1 Exchange Visa is valid for one year and is 
renewable two times, for a maximum of three years. 
When eligibility for the J-1 Visa ran out, teachers were 
advised to apply for an H1-B Visa (for an overview of 
visas, see Appendix E). The H1-B Visa is valid for three 
years and renewable once, for a maximum of six years. At 
the same time that teachers applied for H1-B status, they 
also were advised to initiate the application process to 
receive their green cards. Once that application had been 
filed, the H1-B Visa becomes renewable indefinitely in one 
year increments, as long as the teacher continues to be 
sponsored by their employer.

As many of these teachers were hired in 2001, they 
have reached the limit of maximum time under J-1 and 
H1-B status, yet they are seemingly no closer to receiving 
their green cards. These teachers who have relocated their 
families, and made New York City their homes, in order 

to provide our children with an education, now face the 
threats of unemployment and deportation. 

The process of applying for permanent residency has 
been fraught with difficulties. One particular problem 
these teachers faced with their green card applications 
was the professional classification the DOE assigned 
them. Despite being recruited specifically because they 
were skilled and experienced professionals, these teachers 
were classified as EB-3 workers, which is a designation 
for unskilled workers. It is more likely for a worker 
with a professional classification such as EB-2 to obtain 
permanent residency.

The stress of renewing these temporary visas has been 
a constant part of these teachers’ lives for as many as ten 
years, and the financial costs have been steep. The DOE 
established an International Teacher Support Unit under 
the then Office of Operational Support Services. The 
teachers were given case managers, but the bureaucracy 
did not keep up with the need or adequately address the 
loss of status and humiliation these teachers faced. These 
case managers have remained remote and unavailable 
and insist on communicating primarily through email.  
Often correspondence can take up to two months before 
a response is issued, if at all. These case managers have 
frequently been changed without any prior notice and 
appropriate transition.

While data on the exact number of international 
teachers recruited by the DOE in each visa category 
has not been made available, it is clear from individual 
interviews that the majority still have not received 
permanent residency. This is in stark contrast to 
internationally recruited nurses. Additionally, H1-B 
visas can be renewed annually if a person has a pending 
green card application, however, the individual worker 
must be sponsored by his or her employer annually and 
sponsorship by the employer is voluntary. With this 
being said, the DOE can and has sponsored individuals 
for eight or nine years while a green card application is 
pending and then refuse to continue to petition for the 
visa’s renewal stating that the teacher was always aware of 
his or her “temporary status”.vi This argument of the DOE 
fails because having recruited the international teachers, 
assisted said teachers in visa and green card application 
processes (through the DOE and/or their attorneys) and 

ImmIgrATIon IssuEs
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employed said teachers for nearly ten years in many 
instances , these teachers have the right to believe and 
rely on the DOE’s continued assistance until permanent 
residency is achieved. 

“Unlike teachers who work in the United States on 
temporary visas, the vast majority of foreign-educated 
nurses receive green cards, and an estimated 60 percent 
of them become US Citizens.” vii 

LegaL	Fees	and	concerns
 “Sometime in November of 2004, I took all my papers 
and went to [the DOE attorney], who explained the 
procedure and had me fill in and sign the forms for the 
application of my labor certificate. I paid the fees that 
were asked of me and began the waiting process. … 
Then in 2005/2006 some teachers started receiving their 
labor certificates. I asked [the DOE attorney] about 
mine. He told me he’s expecting it soon. Then, he stopped 
answering or returning my calls. I went to his office and 
there was always no one there.” – Caribbean teacher

The BOE designated the Virginia-based law firm of Reed 
Smith to process the teachers’ documents. Subsequently 
the teachers’ files were summarily transferred to the 
law firm of McCandlish & Holton. Attorneys at the 
firms appear to have represented both the DOE and the 
individual teachers in these immigration matters. Some 
teachers had difficulty obtaining copies of their records 
and INS applications, being told by the attorneys that “the 
DOE was their client.”

In fact, records from the New York City Comptroller’s 
office show that during the three year period of July 
1, 2004 through June 30th 2007, the DOE paid Reed 
Smith LLP $2,997,000 for the provision of legal services 
(Appendix F). In addition to payments from the DOE 
to the law firms, individual teachers are also required to 
make payments (a copy of a letter outlining legal fees can 
be found at Appendix G).

The quality of legal representation provided by 
McCandlish & Holton has caused many teachers to be 
concerned about lack of access to real representation 
and about a perceived lack of confidentiality.  Many 
teachers have reported difficulty in communicating with 

their attorneys, who will often respond by email only. 
Periodically, the DOE sponsors legal sessions, in which 
attorneys provide seminars to hundreds of teachers, who 
then line up for their chance to speak to them about their 
concerns (a copy of a notice can be found at Appendix H). 

Despite concerns over the quality of their 
representation, NYC’s Caribbean teachers have paid many 
thousands of dollars to the DOE’s designated attorneys to 
maintain their legal status. It is unclear which client these 
attorneys are representing.

In correspondence written after an international teacher 
was terminated for “immigration related issues” the 
DOE’s attorneys stated that the DOE would not submit 
any documentation requested by the United States 
Citizen Immigration regarding said teachers pending 
application for permanent residency.viii This teacher and 
the vast majority of teachers recruited by the Caribbean 
Recruitment Initiative would not have been in the United 
States but for being recruited to teach by the then New 
York BOE. The DOE, as successor to the BOE, is clearly 
displaying a lack of good faith in its dealings with these 
international teachers. Teachers were brought to New York 
City to work in some of the lowest performing schools 
and are being left without recourse if the DOE decides 
not to continue to assist these teachers in the process of 
receiving permanent residency. 

PrinciPaL	controL

 “… you MUST submit a separate letter of request from 
your current building Principal specifically stating his/
her recommendation that the [NYC DOE] sponsor you 
for Permanent Residency. The letter must indicate the 
principal’s willingness to permanently employ you.” 

– Letter from NYC DOE

Far from the verbal promises given by DOE officials, 
this excerpt from a letter to a Trinidadian teacher places 
the fate of her green card squarely in the hands of her 
school principal. The letter directs her questions to the 
DOE’s immigration attorneys or her case manager and 
makes no recognition of her eight years of service or 
of the fact that she was pursued, wooed and invited to 
join the New York City Public School teaching corps. 
Perhaps most disappointing, the form letter provides 
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no acknowledgement that she had filed her petition for 
permanent residency more than two years before and she 
has been living with enduring uncertainty since then.  

Indeed, teachers express a general frustration about 
the DOE’s shifting criteria for obtaining support for 
permanent residency. Initially, they understood that they 
were required to:
1.	Pass all certification exams
2.	Obtain a Master’s degree
3.	Get a “no objection” letter from their countries of 

residence in order to receive a waiver of the home-
bound residency requirement.

4.	Receive satisfactory annual evaluations from the 
school principal

However, additional criteria have now been added. As 
one Caribbean teacher explains

“We satisfied all of these requirements, yet we are still 
awaiting permanent residency. Lately they are requiring 
the principal to recognize our services and recommend 
us if they feel we should continue in the program. They 
claim that they are an equal opportunity employer 
and do not discriminate based on race, etc., yet we are 
discriminated against based on our immigration status.”

In one instance, attorneys for the City of New York 
maintained that where a teacher’s visa expired by its own 
term on a specified date that the DOE was obligated 
to terminate this teacher notwithstanding the fact that 
the teacher was tenured because the teacher no longer 
possessed legal authorization to work in the United States.
ix	

The City’s attorneys by this assertion failed to draw the 
nexus to the fact that the teacher was not granted the 
ability to continue to be employed in the United States 
because the principal in this matter refused to provide 
the teacher with the requisite recommendation required 
by the DOE and in turn the DOE refused to continue to 
sponsor the teachers visa while the teachers green card 
application was pending. But for, the principal’s refusal 
to recommend the teacher, this teacher would still be “in 
status” and employed with the DOE. It is not appropriate 
for a principal to have the power and ability to make 
decisions which will affect any teacher’s immigration 

status. Decisions affecting an individual teacher’s ability to 
remain in the United States are well beyond the scope of a 
principal’s employment. 

FamiLy	matters

“The promise of legal residency was made. I sacrificed 
my position in Jamaica as a senior teacher with 16 years 
of experience. I encouraged my spouse to resign his 
permanent job to join the family in our venture in the 
USA… Not having permanent status as was promised 
has negatively impacted my family. Having written 
scores of applications, my spouse is unable to get a 
job. On several occasions, he’s been told the position is 
meant for U.S. citizens, or green card holders. My son 
could not receive financial aid because he did not have 
a green card. He now has a B.S. degree, and has been 
denied further consideration for jobs because he lacks 
permanent residency.”  – Caribbean teacher

The teachers recruited from the Caribbean are often 
here with their families. They are spouses, parents and 
guardians. They are the breadwinners. Their opportunity 
to pursue the “American Dream” was also meant to create 
opportunities for their families. All too often, this has not 
come to fruition. Few teachers are willing to share the 
details of their domestic plights, but it is clear that the 
decision to teach in New York City has dealt a devastating 
blow to many of their families. 

When talking with this group of teachers, it is apparent 
that their spouses’ lack of status has led to many domestic 
issues, often a result of a perceived emasculation of the 
male spouses, who remain in this country unable to work. 
In one extreme case, a teacher who had risen to the rank 
of assistant principal was killed, along with her children, 
by her husband who then committed suicide (a copy of an 
article on this case can be found in the Appendix I).  

Another particular concern of many families is the 
issue of their children “aging out.” Under the current 
legal requirements, only children under the age of 21 are 
eligible for immigration benefits if their parents become 
permanent residents. Given the number of years these 
teachers have been awaiting green cards, many of them 
now face the sad reality that they will no longer be able to 
extend those benefits to their children.

ImmIgrATIon IssuEs
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The following letter, from the son of a Caribbean 
teacher, is only one story of many like it:

“I came to the United States nine years ago, at age 17 
with my mother and my little brother. Nine years later, 
I’m 26 years old, and I don’t have a green card. After 
my mother and my brother received their green cards 
two years ago, my mother immediately filed for me 
through an I-130 petition. Even though the case has 
been approved, USCIS has yet to produce a green card 
for me. The lack of the green card has taken a toll on 
my family. I have a condition referred to as Cerebral 
Palsy. CP as it is commonly referred to, is in my case, 
a congenital condition which I’ve had to bear all my 
life. It causes an involuntary movement of the limbs 
thus making both small and large motor coordination 
a challenge. Due to this, my mother and brother have 
decided to remain with me in the United States. If they 
return to my home country, even if for a visit, there 
would be no one to look after me.

I haven’t been to my home country in five years and I 
haven’t seen my relatives and my close friends. There’s 
not a day that goes by that I do not long to spend time 

with them. One of the things I miss the most about my 
country is my home. I miss sleeping in my own bedroom 
and spending the Christmas season and other holidays 
with my relatives. I have spent nine years sharing a one 
bedroom apartment with my mother and my brother. 
During these nine years, I have earned a high school 
diploma, a Bachelor’s Degree and I am now pursuing my 
Master’s Degree in Industrial Organizational Psychology 
at Brooklyn College. My mother, a teacher for the past 
32 years, has embedded in me a strong determination to 
succeed, and has been paying for my college tuition. My 
younger brother is also in college.

 Even with a Bachelor’s degree, I can’t get any form of 
employment, due to a lack of the green card. As such, I 
have to be maintained by my mother. Every day I log on 
to the USCIS website to check the status of my petition. 
Every day I hope that my case has been updated, and 
every day the longing to see my homeland weighs heavily 
on my mind. I miss my family very, very much. The 
green card is the only thing that is keeping me from 
Trinidad. Please help me if you can.”  
 —Son of a Caribbean Teacher

ImmIgrATIon IssuEs



12

The extensive international recruitment undertaken by the DOE has had far reaching consequences. In a period of just six 
years, the City recruited an estimated 3,340 teachers from a wide range of countries and regions of the world. All of these 
educators entered on temporary visas, and all did their best to serve the needs of the students of New York.

SOURCE: Multiplex

However, a review of the number of New York City Public School teachers who have been certified by the Department 
of Labor to acquire green cards over the past six years reveals that only 641 have achieved permanent residency status. 
This represents less than 20 percent of the total number of international recruits. Of the green cards certified, 276 
went to teachers from Caribbean countries. However, this still leaves far too many educators in ambiguous legal and 
immigration situations. Moreover, the number of certified green cards have dropped dramatically in recent years and 
many certifications appear to have expired before green cards were actually issued.

SOURCE: Foreign Labor Certification Data Center

DATA
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DATA

In an attempt to gauge the DOE’s more recent posture toward international recruitment, the best available indicator is 
the number of Labor Condition Applications they have filed with the U.S. Department of Labor.

A Labor Condition Application (LCA) filed by the employer is the first step of the H-1B visa application process. The 
number of LCAs filed does not represent how many H-1B teachers an employer has hired, but does represent intent and 
interest in hiring H-1B teachers. The Department of Labor typically certifies three times as many LCAs as H-1B visas are 
issued. Therefore, though this chart does not tell us how many new H-1B teachers have been hired in NYC, it does make 
clear that the DOE wants to keep this hiring option available. Given the high ongoing rate of LCA filing by the district, 
attention to the issues highlighted in this narrative becomes all the more pressing.

SOURCE: Foreign Labor Certification Data Center
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• april,	2001: The NYC Board of Education airs 
paid advertisements on Caribbean radio announcing 
teacher recruitment fairs and hires 500 teachers from 
the region.

• July,	2001:	Teachers are told they will be receiving 
J-1 Visas instead of H1-B Visas due to availability.

• august,	2001:	Teachers arrive in New York and 
report to the Marriot in Manhattan for orientation 
and processing.

• september,	2001: Teachers begin teaching in their 
assigned schools.

• october-december,	2002:	The DOE recruitment 
office advises Caribbean teachers on visa issues; 
specifically, they received instructions on how to 
continue working after the expiration of the J-1 visas.

• February,	2003: The DOE collects documents from 
teachers for State teaching certification.

• spring,	2003: The DOE recommends that the 
Caribbean teachers use the Reed Smith law firm 
based in Richmond. 

• spring,	2003:	Caribbean International Teachers 
(CIT) organization was established.

• april,	2003: The DOE launches a 2nd recruitment 
drive for experienced teachers in Jamaica and other 
Caribbean countries.

• may-July,	2004:	Nearly 200 Caribbean teachers 
receive termination letters from the Board due 
to expired visas and lapsed immigration status.xi	

Congressman Major Owens intervenes on behalf of 
the teachers with the DOE and the U.S. Immigration 
and Naturalization Services, obtaining waivers 
enabling the teachers to extend their stay in order to 
complete their green card processing and New York 
State education certification.

• spring,	2005:	A delegation of CIT members 
went to the Mayor’s office and to the Department 
of Education to express their concerns over their 
immigration issues.

• 2008-2009:	Caribbean teachers seek assistance from 
numerous civic and elected officials.

• July,	2010: The Caribbean teachers establish the 
Association of International Educators (AIE) to help 
mobilize support and open the path to permanent 
residency for their members.

• september,	2010: The DOE initiates engagement 
sessions with the AIE members and the attorneys 
from McCandlish & Holton.

• november,	2010:	The United Federation of 
Teachers (UFT) files a FOIL Request with the DOE, 
requesting data regarding the recruitment and 
immigration status of international teachers (see 
Appendix J for a copy of this request). As of the date 
of this report, this FOIL has not been fulfilled.

hIsTory

Teachers from the Caribbean have been struggling with the issues outlined in this narrative for almost ten years. While 
an exhaustive account of every development would not serve a useful purpose, this timeline is meant to inform the 
discussion and reinforce the need for immediate action.



15

Two of the major issues surrounding New York City’s 
recruitment of Caribbean teachers take place within a 
broader context:

• International teacher recruitment is a nationwide 
practice

• Black immigration to this country is steadily 
increasing

nationwide	internationaL	
teacher	recruitment

While the recruitment of teachers from the Caribbean 
to New York City’s public schools is the main focus of this 
report, the issues faced by this group of teachers is not 
unique. 

In 2009, the American Federation of Teachers released 
a report entitled “Importing Educators: Causes and 
Consequences of International Teacher Recruitment.” This 
report focused on the nationwide practice of recruiting 
international teachers. Among their findings were the 
following:
• “An estimated 19,000 teachers were working in the 

United States on temporary visas in 2007;
• The number of overseas-trained teachers being hired 

in the United States is increasing steadily;
• Essential federal data for studying this trend is not 

available for public analysis;
• Abuses of overseas-trained teachers have been 

widespread and egregious.”xii

International teacher recruitment is a practice engaged 
in by states across the nation (Appendix K). One of the 
most flagrant abuses of international teachers in the 
United States is the treatment of Filipino teachers in 
Louisiana. In 2007, paid recruiters for the Louisiana 
public school system recruited several hundred teachers 
from the Philippines. More than 350 of these teachers 
have recently filed a class-action suit against their 
recruiters. The lawsuit asserts that, upon arrival in 
the United States, their recruiters demanded they pay 
$16,000 a piece in “placement fees” and confiscated their 
visas and passports until such payments were made.xiii

Various practices of international teacher recruitment, 
both in the United States and abroad, have been cause for 
alarm on the international level for quite some time. In 
2004, the Education Ministers of the 53 member nations 
of the Commonwealth adopted the “Protocol for the 
Recruitment of Commonwealth Teachers.” The members 
of the Commonwealth, which includes countries such 
as Jamaica, Guyana and Trinidad and Tobago, but not 
the United States, attempted to lay out a protocol for the 
fair treatment of international teachers in the recruiting 
country as well as protections of the interests of the source 
country. It is unclear how well this protocol has been 
enforced among Commonwealth countries, and since the 
United States is not a member, it is unclear what impact if 
any this has had on US recruitment.

the	nationaL	immigration	debate

The Caribbean teachers recruited to teach in New York 
City’s public schools represent a small handful of the total 
number of black immigrants in recent years. According to 
a report in the Population Bulletin entitled “Immigration 
and America’s Black Population,” the number of foreign-
born US Blacks increased from 125,000 in 1960 to 
2,815,000 in 2005, and about two-thirds of foreign born 
blacks are from the Caribbean and Latin America.xiv

Immigration is a hot-button topic. The national debate, 
however, has primarily been framed as a Latino issue 
and a border issue. Black immigrants who migrated here 
legally are often left out of the immigration dialogue. 
Similarly, the debate virtually ignores the skilled 
professionals actively recruited to our country and then 
left in vulnerable legal limbo. 

This report shows that the immigration debate is even 
larger than our news media purports it to be. In order to 
have an informed debate on immigration in America we 
must discuss this topic in as holistic a manner as possible 
which includes persons who migrate to the United States 
for professional work and are left with little recourse to 
obtaining permanent residency. 

A BroADEr ConTExT
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“Make sure anybody who gets a graduate degree in 
America, from overseas, gets a green card attached to 
their diploma.” 

– New York City Mayor Michael Bloomberg

The case of the Caribbean teachers in New York City 
represents an important nexus between education and 
immigration reform issues. Caribbean teachers were 
actively recruited to fill vital positions educating students 
in some of the district’s neediest schools. Since their 
arrival, they have been provided inadequate support for 
their aspirations both as professionals and as migrants 
seeking to make new homes for themselves and their 
families. Despite broken promises, they remain committed 
to the jobs that drew them here and it is high time they 
are treated with the respect they so richly deserve.

The livelihood, dignity and legal status of these teachers 
are currently at stake. Steps must be taken immediately 
to achieve permanent residency for these fully-certified, 
experienced educators. The AIE is calling upon elected 
officials and other stakeholders to take all necessary 
action at the city, state and federal level to ensure that our 
schools do not lose any more of these talented Caribbean 
teachers and that their families can continue to enrich the 
fabric of our cosmopolitan city. 

The most immediate redress AIE seeks is at the city 
level. The following measures are urgently needed:  
• Require that the DOE complies with the 3020-A due 

process procedures by centralizing the employment 
verification process and taking responsibility for INS 
documentation out of the hands of principals;

• Ensure that all certified NYCPS teachers receive 
professional EB-2 work classifications on their 
permanent residency petitions, rather than the less 
skilled EB-3 classifications the Caribbean teachers 
have been assigned to date; 

• Hold joint oversight hearings of the Education 
and Immigration Committees to assess the DOE’s 
treatment of all international teachers and determine 
their current immigration status. 

At the state level, AIE seeks support in the following 
forms: 
• Insist that New York State Education Department 

resolve all certification issues for international 
teachers immediately;

• Call for hearings in Albany to consider the plight of 
international teachers statewide.

At the federal level, the AIE implores lawmakers to 
consider the experiences of these Caribbean teachers 
when formulating new immigration policy. More 
specifically, AIE is seeking: 
• The creation of a special immigration classification 

for these teachers, enabling an expedited green card 
process/citizenship;

• An investigation of how international teachers are 
recruited throughout the country and a review of how 
their employment and residency is handled;

• The adoption of national standards on acceptable 
recruitment and treatment of international teachers, 
similar to the Protocol for the Recruitment of 
Commonwealth Teachers (Appendix C).xvii

Finally, the AIE calls on the international community 
to support teachers recruited from source countries, 
specifically by:
• Compiling, maintaining and providing public access 

to data on the number and demographics of teachers 
recruited;

• Advocating for the fair treatment of teachers after 
recruitment.

ConClusIons, soluTIons & ACTIon sTEps
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1. DEFINITIONS

Recruited teacher: a teacher who is recruited for service in a coun-
try other than his/ her own.

Recruiting country: the country that is seeking to recruit, or suc-
ceeds in recruiting, teachers from other countries.

Recruiting business/agency: a business/agency that recruits 
teachers in one country (source country) for service in another 
(recruiting country).

Source country: the country from which teachers are recruited for 
service abroad.

Organised recruitment: a systematic targeted recruitment pro-
gramme of teachers from another country.

Clearance certificates: A document from the appropriate authority 
of the source country that states that the recruited teacher has 
given the required notice and has complied with the terms and 
conditions of his/her contract of employment.

2. INTRODUCTION

2.1 Background
2.1.1  For some time now a number of Commonwealth member coun-

tries have been deeply concerned at the loss of scarce profes-
sionals as a result of targeted recruitment programmes, a prob-
lem that has caused particular difficulties for small states. Such 
concerns, affecting the health and education sectors among oth-
ers, have been voiced at Ministerial meetings and in the case 
of health have resulted in the Commonwealth Code of Practice 
for the International Recruitment of Health Workers, endorsed by 
Ministers of Health in May 2003.

2.1.2.  Ministers are conscious of the potential opportunities for coun-
tries that are available through a structured and well-managed 
programme of teacher exchanges and of trade in skills. It is ac-
knowledged that recruited teacher mobility has great value. It 
can benefit individual teachers in their professional development 
as well as strengthen and enrich education systems.

2.1.3  However the recruitment of teachers must not be to the detri-
ment of national education systems.

   2.1.5  Ministers of Education at the 15th Conference of Common-
wealth Education Ministers held in Edinburgh, Scotland, from 
October 27th – 30th, 2003 discussed the critical issues of 
international teacher recruitment and viewed it as one of the 
most urgent issues to be addressed in “closing the gap”. They 

affirmed the unique value of the Commonwealth recognizing 
that it is ideally placed to share expertise, resources and best 
practices in education as a vital component of attaining the 
individual and collective goals for their countries and they es-
tablished a Working Group on Teacher Recruitment under the 
chairmanship of Deputy Secretary-General Winston Cox.

2.1.6  The Working Group was asked to have a clear focus on the or-
ganised recruitment of teachers in the Commonwealth, taking 
into consideration, where relevant the related issues of teacher 
mobility, retention and development. The brief of the Working 
Group is to:

• develop appropriate and ethical codes of conduct;
• report to all Ministers by the end of April 2004; and
• finalise the document with a Ministerial Group by Septem-
ber 2004.

2.2 The Working Group
2.2.1   The countries represented at official level on the Working Group 

are Barbados, India, Jamaica, Lesotho, Mauritius, Nigeria, Papua 
New Guinea, St. Lucia, Seychelles, South Africa, United Kingdom, 
and Zambia.

2.2.2   The following Commonwealth Civil Society and professional or-
ganisations are permanent observers of the group: The Common-
wealth Teachers Grouping, The Commonwealth Consortium for 
Education and the Centre for Comparative Education Research, 
University of Nottingham.

2.2.3   The following Commonwealth Civil Society and professional or-
ganisations are permanent observers of the group: The Common-
wealth Teachers Grouping, The Commonwealth Consortium for 
Education and the Centre for Comparative Education Research, 
University of Nottingham.

2.2.4  At the first meeting of the Working Group in Maseru, Lesotho on 
23rd to 24th February 2004 the Terms of Reference were final-
ized and members were brought up to date on recent develop-
ments that had taken place to improve teacher retention and 
recruitment practice, an initial draft document was prepared for 
circulation.

2.3  Purpose of the Protocol
2.3.1  This Protocol aims to balance the rights of teachers to migrate 

internationally, on a temporary or permanent basis, against the 
need to protect the integrity of national education systems, and 
to prevent the exploitation of the scarce human resources of poor 
countries. The Protocol also seeks to safeguard the rights of re-

Commonwealth Teacher Recruitment Protocol
Adopted By Ministers of Education at Stoke Rochford Hall Conference Centre,

Lincolnshire, United Kingdom
September 1st, 2004  

AppEnDIx C
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cruited teachers and the conditions relating to their service in 
the recruiting country.

2.3.2  In doing so, the Protocol seeks to promote the positive benefits 
which international teacher migration can bring and to facilitate 
the sharing of the common wealth of human resources that re-
side within the Commonwealth.

2.3.3  This document is similar in terms of purpose, content and status 
to the Commonwealth Code of Practice for health profession-
als. It holds moral authority on the matters it addresses. Within 
the context of the Commonwealth principles of co-operation and 
consensus, and within the framework of relevant international 
and other agreements, governments will subscribe to the Proto-
col and implement it, maintaining the integrity of their national 
education systems.

2.3.4  Although this Protocol does not hold any legal authority all the 
member countries are encouraged to develop such regulations 
and legislation that are necessary to meet the commitments of 
this Protocol.

3. RIGHTS AND RESPONSIBILITIES OF RECRUITING 
COUNTRIES

3.1   It is the responsibility of the authorities in recruiting countries 
to manage domestic teacher supply and demand in a manner 
that limits the need for resort to organised recruitment in order 
to meet the normal demand for teachers. At the same time the 
right of any country to recruit teachers from wherever these may 
be obtained is recognised.

3.2  It is recognised that the organised recruitment of teachers may 
be detrimental to the education systems of source countries, 
and to the costly human resource investments they have made 
in teacher education. Recruiting and source countries should 
agree on mutually acceptable measures to mitigate any harmful 
impact of such recruitment. Where requested by source coun-
tries, recruiting and source countries shall enter into bi-lateral 
discussions and make every effort to reach an agreement which 
will provide for such measures. Consideration will be given to 
forms of assistance such as technical support for institutional 
strengthening, specific programmes for recruited teachers, and 
capacity building to increase the output of trained teachers in 
source countries.

Acceptable Recruiting Processes
3.3  Recruiting countries shall make every effort to ensure that de-

parture of recruited teachers is avoided during the course of the 
academic year of the source country, to prevent the disruption 
of teaching programmes.

3.4  A recruiting country provide to a source country, all relevant 
information regarding the status of teachers recruited. This in-
formation should also be made available, without prejudice, to 
the Commonwealth Secretariat for monitoring purposes. Where 
such information is not available, Commonwealth countries are 

encouraged to develop mechanisms for this purpose.
3.5  Where required by source countries, recruiting countries shall 

make every effort to obtain a clearance certificate from a source 
country prior to any contract of employment being signed, and 
this shall not be unreasonably withheld.

3.6  A recruiting country should ensure the establishment of a com-
plaints mechanism and procedure in regard to recruitment to be 
made known to the teacher at the start of the process.

3.7  The government of any country which makes use of the services 
of a recruiting agency, directly or otherwise, shall develop and 
maintain a quality assurance system to ensure adherence to 
this Protocol and fair labour practices. The recruiting countries 
should ensure compliance. Where agencies do not adhere, they 
will be removed from the list of approved agencies.

3.8  The recruiting agency has an obligation to contact the intended 
source country in advance, and notify it of the agency’s inten-
tions. Recruiting countries will inform recruiting agencies of this 
obligation. Recruiting countries should inform source countries 
of any organised recruitment of teachers.

3.9  Prior agreement should be reached between the recruitment 
agency and the government of the source country, regarding 
means of recruitment, numbers, and adherence to the labour 
laws of the source country. Recruitment should be free from un-
fair discrimination and from any dishonest or misleading infor-
mation, especially in regard to gender exploitation.

Employment Conditions for Recruited Teachers
3.10  Wherever appointed, recruited teachers shall enjoy employment 

conditions not less than those of nationals of similar status and 
occupying similar positions. The recruiting countries should 
also provide dedicated programmes to enable such teachers to 
achieve fully qualified status in accordance with any domestic 
requirements of the recruiting country. The recruited teacher is 
bound and subject to rules of national labour law and is also 
governed by any legislation or administrative rules relating to 
permission to work and suitability to work with children in the 
recruiting country.

3.11  Further, where a complaints mechanism and procedure in rela-
tion to teachers’ contracts of employment does not already exist 
in national legislation or administrative provision, one should be 
established for the purpose. The recruiting agency shall inform 
recruited teachers of the names and contact details of all teach-
ers unions in recruiting countries.

3.12  Recruited teachers should be employed by a school or educa-
tional authority. Only schools and education authorities should 
obtain work permits to enable the employment of recruited 
teachers.

3.13  A recruiting country shall ensure that the newly recruited teach-
ers are provided with adequate orientation and induction pro-
grammes, including cultural adjustment programmes, with a 
focus on the school and its environment.

AppEnDIx C
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3.14  As a targeted and responsive mode of reciprocation, bilateral 
agreements will provide for specific professional development 
opportunities or experiences for recruited teachers, who are 
about to return to the country of origin after a fixed term.

4. RIGHTS AND RESPONSIBILITIES OF SOURCE COUNTRIES

4.1  It is the responsibility of source countries to manage teacher 
supply and demand within the country, and in the context of or-
ganised recruitment. The country should have effective strate-
gies to improve the attractiveness of teaching as a profession, 
and to ensure the recruitment and retention of qualified teachers 
in areas of strategic importance. Source countries should be ad-
vised of the necessity to establish policy frameworks which set 
out clear guidelines as to categories of teachers whose recruit-
ment they will not support, in order to protect their most scarce 
resources.

  Any country has the right to be informed of any organised recruit-
ment of its teachers by or on behalf of other countries. There will 
be some circumstances in which a country may not be able to 
support the release of its teachers. If a country decides to refuse 
any organised recruitment, the recruiting country should be in-
formed of such a decision. In these circumstances, at the request 
of the recruiting country, bilateral discussions should be held 
through which both countries should endeavour to reach agree-
ment on recruitment. If agreement cannot be reached countries 
have the right to determine their own position in regard to the 
organized recruitment of teachers.

4.4  The source country shall endeavour to respond to requests for 
approval to recruit within 30 days.

4.5  The source country should include within its terms and condi-
tions of service for teachers, if not already in place, provisions 
that relate to release of teachers under international exchange 
and organised teacher recruitment arrangements, and to their 
re-integration into the source-country education system on their 
return from abroad.

5. RIGHTS AND RESPONSIBILITIES OF THE RECRUITED 
TEACHER

5.1  The recruited teacher has the right to transparency and full in-
formation regarding the contract of appointment. The minimum 
required information (see Appendix 1) includes information re-
garding complaints procedures.

5.2  Recruited teachers are in turn expected to show transparency in 
all dealings with their current and prospective employers, and to 
give adequate notice of resignation or requests for leave. Teach-
ers also have a responsibility to inform themselves regarding all 
terms and conditions of current and future contracts of employ-
ment, and to comply with these.

6. MONITORING AND EVALUATION

6.1  The Commonwealth Secretariat should monitor the status of or-
ganized recruitment of teachers, including numbers, recruitment 
practices and effects, and evaluate the application of this Proto-
col, including the impact on developing countries, and report to 
Conferences of Commonwealth of Education Ministers.

6.2  Education Ministers should undertake a regular review of the op-
eration of the Protocol commencing at the 16CCEM. The review 
should be informed by effective monitoring undertaken by edu-
cation ministries in consultation with all stakeholders including 
the teacher unions and coordinated across the different regions 
of the Commonwealth.

6.3  Appendices 2, 3 and 4 illustrate obligations contained in inter-
national instruments for information purposes. Appendix 5 refers 
to the Dakar framework adopted by the World Education Forum 
2000.

7. FUTURE ACTION

7.1  Consistent with the terms of this Protocol Ministers commit to 
establishing a working group to identify how teachers across 
the Commonwealth can have greater access to teaching in other 
Commonwealth countries as a significant continuing professional 
development activity. The working group should include appro-
priate permanent observers from professional organisations and 
civil society.

7.2  Education Ministers request the secretariat to establish a work-
ing group to develop systems and criteria to assess equivalences 
of teacher qualifications and of professional registration status, 
where applicable, across the Commonwealth.

7.3  In order to fully understand the scale of teacher mobility within 
the Commonwealth, it is suggested that a comprehensive study 
of such teacher flows is undertaken. This should include both 
organised teacher recruitment and the more informal modes of 
teacher migration. This study would complement and develop the 
work which has been completed by the Commonwealth Secre-
tariat and is currently being undertaken by the University of Not-
tingham.

7.4  The Commonwealth, shall in collaboration with international or-
ganizations such as such as the ILO and UNESCO, seek to pro-
mote this protocol as an international standard of best practice in 
organised teacher recruitment.

APPENDIX 1

Minimum information to be provided in the course of recruitment prior 
to finalisation of any contract:
• Name and location of the school where the teacher is to serve
• Brief description of the school
• Accommodation arrangements for the teacher and cost implications
• Transport arrangements and responsibility for transport costs
• Work permit requirements and procedures

AppEnDIx C
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•  Clarity about terms and conditions of employment, including any de-
ductions (for tax, insurance, superannuation or other purposes) from 
the gross salary offered; and rights of access of the employed teacher 
to social services and welfare benefits of the host country.

•  Any provisions affecting the right of the teacher to be accompanied 
abroad by a spouse and dependants, including any assistance and al-
lowances offered therewith, rights of spouse to work in the recruiting 
country, and access of dependants to education and other services.

• Regulations governing repatriation of earnings and other benefits.

APPENDIX 2

ARTICLES 13, 26 AND 29 OF THE INTERNATIONAL COVENANT ON 
ECONOMIC, SOCIAL AND CULTURAL RIGHTS
Article 13
1.   The States Parties to the present Covenant recognise the right 

of everyone to education. They agree that education shall be di-
rected to the full development of the human personality and the 
sense of its dignity, and shall strengthen the respect for human 
rights and fundamental freedoms. They further agree that educa-
tion shall enable all persons to participate effectively in a free 
society, promote understanding, tolerance and friendship among 
all nations and all racial, ethnic or religious groups, and further 
the activities of the United Nations for the maintenance of peace.

2.  the States Parties to the present covenant recognise that, with a 
view to achieving the full realization of this right:
(a) primary education shall be compulsory and available free to 

all;
(b)  secondary education in its different forms, including technical 

and vocational secondary education, shall be made generally 
available and accessible to all by every appropriate means, 
and in particular by the progressive introduction of free edu-
cation.

APPENDIX 3

ARTICLE 26 OF THE UNIVERSAL DECLARATION ON HUMAN RIGHTS
1.  Everyone has the right to education. Education shall be free, at 

least in the elementary and fundamental stages. Elementary edu-
cation shall be compulsory. Technical and professional education 
shall be made generally available and higher education shall be 
equally accessible to all on the basis of merit.

2.   Education shall be directed to the full development of the human 
personality and to the strengthening of respect for human rights 
and fundamental freedoms. It shall promote understanding, toler-
ance and friendship among all nations, racial or religious groups, 
and shall further the activities of the United Nations for the main-
tenance of peace.

APPENDIX 4

ARTICLE 29 OF THE CONVENTION OF THE RIGHTS OF THE CHILD
1.   States parties agree that the education of the child shall be di-

rected to:
(a) the development of the child’s personality, talents and mental 

and physical abilities to their fullest potential;
(b)  the development of respect for human rights and fundamental 

freedoms, and for the principles enshrined in the Charter of 
the United Nations

(c)  the development of respect for the child’s parents, his or her 
own cultural identity, language and values, for the national 
values of the country in which the child is living, the country 
from which he or she may originate, and for civilizations dif-
ferent from his or her own.

(d)  the preparation of the child for responsible life in a free soci-
ety, in the spirit of understanding, peace, tolerance, equality of 
sexes, and friendship among all peoples, ethnic, national and 
religious groups and persons of indigenous origin;

(e)  the development of respect for the natural environment.
2.   No part of the present article or article 28 shall be construed 

so as to interfere with the liberty of individuals and bodies to 
establish and direct educational institutions, subject always to 
the observance of the principles set forth in paragraph 1 of the 
present article and to the requirements that the education given 
in such institutions shall conform to such minimum standards as 
may be laid down by the State.

APPENDIX 5

EDUCATION FOR ALL COMMITMENTS – DAKAR 2000
•  Expanding and improving comprehensive early childhood care and 

education, especially for the most vulnerable and disadvantaged chil-
dren.

•  Ensuring that by 2015 all children, particularly girls, children in dif-
ficult circumstances and those belonging to ethnic minorities, have 
access to and complete free and compulsory primary education of 
good quality.

•  Ensuring that the learning needs of all young people and adults are 
met through equitable access to appropriate learning and life skills 
programmes.

•  Achieving a 50 percent improvement in levels of adult literacy by 
2015, especially for women, and equitable access to basic and con-
tinuing education for all adults.

•  Eliminating gender disparities in primary and secondary education 
by 2015, with a focus on ensuring girls’ full and equal access to and 
achievement in basic education of good quality.

•  Improving all aspects of the quality of education and ensuring excel-
lence of all so that recognized and measurable learning outcomes 
are achieved by all, especially in literacy, numeracy and essential life 
skills.

AppEnDIx C
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AppEnDIx D

rECruITmEnT AD In  
sunDAy ExprEss



25

AppEnDIx E

visas for Teachers, At A glance

h-1b	“work”	Visa	
who	is	eligible?
• professionals with “a body of highly specialized 

knowledge along with at least a bachelor’s degree” 
who are neither citizens nor residents of the United 
States and wish to work in the United States 

who	applies?
• employers apply on behalf of professionals  

 

what	is	the	duration?
• Visa is valid for three years and is renewable once 

(maximum of six years of validity)

what	requirements	must	be	met	for	the	Labor	
condition	application	to	be	approved?
• employers must pay H-1B workers either the 

prevailing wage or the actual wage, whichever is 
higher 

• the bargaining agent must be notified (more 
information on LCAs at http://www.dol.gov/dol/allcfr/
eta/title_20/Part_655/20CFR655.730.htm )

can	the	employee	apply	for	Permanent	
residence	to	the	united	states	upon	arrival?
• Yes  

can	the	employee	bring	family?
• Yes. The visa required is the H-4.

which	agency	oversees	the	h-1b	visa	program?
• The U.S. Department of Labor http://www.dol.gov/

compliance/guide/h1b.htm 

J-1	“exchange”	Visa
who	is	eligible?
• Primary or secondary teachers who have a minimum 

of three years teaching experience, satisfy the 
standards of their state and are neither citizens nor 
residents of the United States wishing to work in the 
United States

who	applies?
• professionals, along with an eligible J-1 sponsor  

(for a list of sponsors, visit http://eca.state.gov/
jexchanges/index.cfm?fuseaction=record.list&cat=13) 

what	is	the	duration?
• Visa is valid for one year and is renewable two times 

(maximum of three years of validity)

what	requirements	must	be	met	for	the	J-1	
visa	to	be	approved?
• employees must be a primary or secondary teacher 

and must have significant ties to their country of 
origin (more information at http://www.hooyou.com/j-1/
j1_j2_visa_faq.html)
 

can	the	employee	apply	for	Permanent	
residence	to	the	united	states	upon	arrival?
• Yes, although some source countries require a return 

residency period.

can	the	employee	bring	family?
• Yes. The visa required is the J-2.

which	agency	oversees	the	J-1	visa	program?
• The U.S. Department of State http://travel.state.gov/

visa/temp/types/types_1267.html
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Payment	to	reed	smith
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AppEnDIx I

Jamaica Gleaner
Published: Thursday | February 25, 2010

Home : Lead Stories

New York family tragedy rocks Ulster Spring
Glenroy Sinclair, Assignment Coordinator

A pall of gloom is hanging over the small farming community of Ulster Spring in 
Trelawny, following the tragic deaths of Jamaican educator, Dionne Coy Bailey, and her 
two daughters, who were killed this week by her husband in a murder-suicide.

The bizarre incident took place on Monday at the couple's home in the upscale Springfield 
community of Queens, New York.

Reports are that the 42-year-old educator and her daughters, 19-year-old Yanique and 14-
year-old Yolon, were shot in their heads as they slept.

The father and husband, Mark Andrew Bailey, who was a 42-year-old bus driver, later turned a 
semi-automatic pistol to his head and killed himself. It is alleged that he used a shotgun to 
wipe out his family. Bailey left a note explaining how much he was sorry.

"My mother, myself and my niece woke up crying this morning. We still just can't believe what 
happen," Mrs Bailey's sister, Sandra Nibbs, told The Gleaner yesterday. 

"We are taking it very hard. The three of us, including our mother, Linda Coy, had to be taken 
to the hospital. I have since fainted at work."

Angela Brooks, another of Mrs Bailey's sisters who lives in New York, told The New York 
Post , "I don't know what's the problem, I have no idea, I don't know, I don't know." 

Daily carpool

A report in The New York Post stated that when Mrs Bailey did not answer the doorbell for 
her daily carpool, her sister and brother-in-law pried open a bedroom window. They went in 
and discovered the bodies. The police, who were immediately alerted, later found Bailey's 
body slumped over the kitchen table. 

Prior to leaving Jamaica, Bailey was employed to the Jamaica Broadcasting Corporation. He is 
originally from Kingston, while his wife of 20 years is from Trelawny.

According to Nibbs, Mrs Bailey migrated about 10 years ago, during the period when 
authorities in the United States were recruiting teachers from Jamaica. She got through and 
took her family with her.

At the time of her death, she was an assistant principal at Philip Randolph High School in 
Queens.

Page 1 of 2Jamaica Gleaner News - New York family tragedy rocks Ulster Spring - Thursday | Febru...

1/15/2011http://mobile.jamaica-gleaner.com/gleaner/20100225/lead/lead4.php
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AppEnDIx K

State
Six Year Total  
LCA pplications State

Six Year Total  
LCA Applications

Alabama 121 Nebraska 119

Alaska 92 Nevada 63

Arizona 1622 New Hampshire 212

Arkansas 138 New Jersey 7332

California 12789 New Mexico 374

Colorado 751 New York 15362

Connecticut 1821 North Carolina 1556

Delaware 178 North Dakota 35

District of Columbia 1174 Ohio 1568

Florida 3969 Oklahoma 247

Georgia 8071 Oregon 239

Guam 141 Pennsylvania 1840

Hawaii 155 Puerto Rico 47

Idaho 19 Rhode Island 207

Illinois 2209 South Carolina 797

Indiana 207 South Dakota 31

Iowa 68 Tennessee 272

Kansas 215 Texas 34883

Kentucky 414 utah 170

louisiana 712 vermont 124

maine 95 virgin Islands 156

maryland 5597 virginia 1568

massachusetts 1852 Washington 851

michigan 608 West virginia 24

minnesota 494 Wisconsin 255

mississippi 202 Wyoming 12

missouri 278

montana 37 Totals 112373

lABor ConDITIon ApplICATIons By sTATE 2002-2007






